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Welcome
– Alastair Fisher
Chief Executive Officer - Perth, Australia

A very warm welcome to Globe’s seventh edition of our HR newsletter, written specifically for the Human Resources 
and senior professionals working across the global mining industry.

I am extremely passionate and proud of our content for this quarterly edition focusing on diversity and inclusion in our 
workplaces. We did discuss whether we needed to shift our focus to cover the rapidly changing world we are navigating 
through at the moment with COVID-19, but it did feel that the experiences and stories we have been focussing on and 
sharing these past few months, particularly around gender diversity, have been inspiring and that we could all do with 
a bit of that right now.

Internally I feel a little confused about why this is still a topic and has not become a ‘non-topic’ already. It’s 2020 and 
we definitely have the sophistication and social awareness and have had for a very long time, to have resolved this and 
created a culture and mindset of equality in all facets of what we do. I remember giving priority to focus on ensuring 
gender equality across pay, leadership roles, training, and internal movement 15 years ago, yet this is still a topic which 
some companies are only now coming to terms with and starting to focus on. 

In developing countries, I have seen that this is a topic that is still in its infancy. Not only are women struggling to get 
ahead at work, but they are having to stand up against ingrained cultural discrepancies and associated value. We have 
started noticing that companies focused on using female expatriates on site are having success in influencing the 
workforce through example and mentorship programmes. We also need to move away from the mindset that this is a 
problem that can be remedied only through diversity training.

Instead, companies need to focus their approach towards unbiased decision-making affecting hiring, assignments, 
promotions, and compensation. Let’s remove all traces of subjectivity.

For companies with strong female representation, there is more than enough research and data which highlights 
benefit around yielding financial returns, improved availability of the talent pool, increased innovation and heightened 
delivery. If for no other reason, prioritise this because it makes good business sense!

I am inspired by the wonderful stories and experiences of the incredible women that we have within our business, as 
well as those of the women our teams have been interviewing these past few months. Thank you to all the women 
leading from the front, standing tall amongst narrow mindsets and for challenging the status quo. Your legacy will 
benefit those coming after you for generations.

Word from our CEO
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International Women’s Day

– by Juan David Vinas
Interview with Iliana Rodriguez, Vice President of Human Resources, Lundin Gold

Business Development Manager, Global Accounts

“Fade myths, remove barriers and
  feel able to take on these challenges.”

Juan David Viñas: In October 2016, BHP Billiton set out to obtain a gender balance at all 
organizational levels by 2025 - At that time they were at a 16% women’s participation ratio 
and that percentage has been growing significantly since then. What are you currently 
doing at Lundin Gold - Fruta del Norte - regarding Diversity and Inclusion programs? Do 
you have a plan in place?

Iliana Rodriguez: Lundin Gold is part of the Lundin Group of Companies and owns a single 
mining project in Ecuador: Fruta del Norte (FDN). The reality of the mining sector in this 
country differs from that in countries with a mining tradition since in Ecuador this is a 
brand-new industry with particular challenges. As a Company, we work on several initiatives 
to address them.

Specifically, we encourage diversity and inclusion and, therefore, women’s participation from 
our highest organizational levels. We have a significant percentage of women, many of whom 
hold managerial positions. Currently, our Board of Directors has a 30% female participation.

We maintain a similar focus on our education and training strategies. Therefore, in the 
Mining Operation Training Program (PCOM), an initiative implemented during 2018 and 
2019, we incorporated 48 women, including women from the Shuar community, who 
account for almost 16% of the total graduates. During the hiring process, we were explicit 
in inviting both men and women who had the minimum profile required to apply. This 
attracted the attention of women who are now operating mining equipment or serving as 
process plant operators.

1. 

Two valued managers at Globe
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From the selection process, the person who gets the job is the one with the necessary skills regardless of gender. 
We also ensure bias-free compensation distribution and care about having adequate facilities for the well-being of 
our people.

For example, in January of this year, we implemented a lactation room in FDN and another one in our community 
office located in Los Encuentros Parish. This is not an isolated initiative, but it is part of a program led by Human 
Resources through its area of Social Work and with the support of the Medical Department who implement training 
processes aimed at mothers, raising breastfeeding awareness and formation, monitoring of support groups and 
women’s care.

Finally, it is important to note that, as part of our fundamental principle of Respect, in 2018 we implemented a Code 
of Conduct that observes gender equality. In addition, our policies promote diverse workspaces free from practices 
related to discrimination and harassment. On the other hand, as an active member of the United Nations Global 
Compact, we remain committed to contributing to the 2030 agenda and particularly with Sustainable Development 
Goal #5 (SDG5) (Gender Equality) through our participation in the working table that has been formed for this 
effect at the local level.

The Shuar belong to the Jivaroan ethno-linguistic group and live in the upper Amazonian region of Ecuador as well as in Peru. They are 
the second largest indigenous community in Ecuador.

Juan David Viñas: As a female industry leader, what would you say to all female colleagues wanting to find a job 
within the industry or wanting to further develop their mining careers?

Iliana Rodriguez: I believe that this is an industry with great potential and opportunities for growth and development 
that is well on track and with proven intent to be an inclusive sector.

If mining attracts them, I would like to tell them to expand their network of contacts in the industry, to keep reading 
about what is happening, to listen to the success stories and imagine themselves as part of them.

From my own experience, I can tell you that being part of the mining industry is challenging and fascinating, and 
I consider the future for women in this industry to be bright.

Juan David Viñas: You mentioned the Sustainable Development Goal #5 (SDG5) on Gender Equality. Is the 
Ecuadorian Government working on this to achieve the articulation of all possible stakeholders?

Iliana Rodriguez: Diversity and gender inclusion are becoming increasingly important in the country, a factor 
that is no stranger to the large-scale mining industry. Since 2019 I have been Vice President of WIM Ecuador, the 
newly formed local chapter of International Women in Mining, which aims to generate and support initiatives to 
maintain and promote women’s participation in the mining industry as well as offer the possibility of belonging to 
a professional network and access to training and leadership spaces.

This organization was approved and supported by the Ministry of Energy and Non-Renewable Natural Resources 
(MERNNR). Last Thursday, February 27th, the first event was held with partners and we had the honour of having 
the presence of Vice Minister Enrique Gallegos-Anda, who stressed the need to promote equality in access to 
employment and the establishment of appropriate labour conditions for women in the Ecuadorian mining sector.

2. 

3. 
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Juan David Viñas: In your opinion, what can be done at the mining site level to attract, retain and promote women 
in mining? Are there any common obstacles or barriers to success at this point that you have experienced?

Iliana Rodriguez: I have had the opportunity to work in both mining and oil companies, in Africa and the Middle 
East, and have visited several mines in the Americas. When I did it in rotating shifts, it was sometimes difficult for 
me to stay away from my family and my daughters’ day-to-day life. However, I was surrounded by my co-workers, 
who became a family away from home and with whom I still keep in touch today. We were all in the same condition 
and shared moments of great camaraderie.

As a woman, I think it is important to fade myths, remove barriers, and feel able to take on these challenges. It is 
enriching to listen, share and learn from the experiences of those who have grown up in this industry and have 
accumulated experiences. The Companies, for their part, are called to maintain open communication channels 
and be attentive to the needs of their staff, as well as to replicate and implement best practices that have yielded 
important results in the industry.

At Lundin Gold, we are on this path. In Fruta del Norte, we have worked to ensure that our female staff have 
conditions, facilities, uniforms, and supplies specifically designed with them in mind. Our Mining Operation Training 
Program (PCOM) encouraged women’s participation in mining, which is novel for the area of influence where we 
are and currently have several success stories. This group of women has not only successfully integrated into heavy 
machinery and process plant management activities but did so with the highest scores, and to date have shown 
excellent performance.

Juan David Viñas: What is something companies can do to make a positive impact on gender equity within the 
mining industry?

Iliana Rodriguez: Companies must ensure that, from the outset, their processes are inclusive and adopt this 
philosophy as corporate responsibility, implementing the codes and policies necessary, so that it does not remain 
in words alone. They must be open to change, know how to listen, understand, and take action in a timely manner.  
It is necessary to foster a visibly inclusive culture that comes from the highest organizational levels with example 
and conviction.

2. 

3. 

4. 

5. 

Women in Papua New Guinea have overcome the challenge and have moved into previously male dominated 
courses at school, jobs and have shown that they are capable of carrying out the same tasks.
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– by Justin Granger
An Interview with Anna Tudela

Business Development Consultant

Recently regarded as one of the Top 100 Global Inspirational Women in Mining, Anna 
Tudela shares a beautiful quote with Justin Granger, Globe 24-7’s Business Development 
Consultant, who sat down with Anna in Vancouver, Canada, earlier in the year.

Currently serving as a Board Member for the Canadian Centre for Diversity & Inclusion, 
amongst other engagements, Anna has been a powerhouse for well over a decade in 
the Mining Industry; empowering women to articulate their career path, and fostering 
organisational change to allow all people equal opportunity to chase their potential.

Justin Granger: In your opinion, what frameworks need to be in place to create a culture 
of inclusivity?

Anna Tudela: I truly believe that if an organisation is going to change and adapt new rules 
and environments for diversity and inclusion, the change in tone must start at the Executive 
level. It will not be a success otherwise.

The first thing an organisation should do is look at its culture. If you have a strong culture 
of respect and inclusivity, it breeds it by default. Our younger generation is typically more 
accepting and open toward different genders, sexes, ethnic origin, sexual orientation, family 
status, religions, political beliefs, and people with disabilities. However, more often than not 
we need to address the issue with an older generation and bring to light any prejudice that 
may be influencing behaviours or thoughts.

In the past I have hired consultants to conduct Unconscious Bias Training for Senior 
Executives. In a class of over 40 professionals including Presidents, Executive Vice Presidents, 
SVPs &amp; VPs, we conducted an Intercultural Development Inventory (IDI) survey that 
mapped out our attitudes toward different cultures. This was all done in an effort to analyse 
unconscious prejudice and without coercion or retribution, try and address the underlying 
issues that may have shaped the culture at the organisation.

The action that came out of the IDI study was this: we asked everyone to read a book.

The books were recommended by the consultant and were about a story of a different 
country, a different culture, or someone’s personal story and perspective that would be 
different from their own. We later tied this into the professional’s Performance Evaluation 
and Development Plan, and simply asked whether or not they read the book – did they learn 
something? You can’t simply force a person to change their opinion, but something less 
intrusive like reading a recommended book may help foster some intrinsic change. Just like 
trying to make a Mine safer in terms of personnel injuries, there will not be a fix overnight. 
It is a journey toward a safer culture and a difficult process of continuous improvement. The 
same can besaid for efforts toward a more diverse, representative and inclusive workforce.

1. 

International Women’s Day

“Diversity is being invited to the party;
  Inclusion is being asked to dance.”

ISSUE 7 GLOBE 24-7 NEWSLETTER 7



Justin Granger: Where would you like to see the Mining Industry on this front in the next decade moving into 
2030?

Anna Tudela: “Diversity is being invited to the party; Inclusion is being asked to dance” – Verna Myers.

I would like to see everyone dancing at the party; I want to see Mining companies have 50:50 parity and with more 
women in positions of power (CEOs, Board of Directors, etc.).

The movement in the industry started in 2010 with the mantra to empower women. This later evolved and moved 
with global societal trends to discuss diversity and has now grown to focus more so on inclusion. We move with 
society and what may be acceptable today may not be acceptable tomorrow, but it is our duty to respond accordingly. 
It’s everyone’s job, however, not just those in the Human Resources department, but the whole organisation; even 
the shareholders.

In order to achieve parity with women: men, targets need to be adopted. Targets, goals and milestones need to be 
realistic, measurable and practical; because ultimately, I don’t want us to resort to quotas to get there. Shareholders 
and Stakeholders need to play their role and should raise a question to those companies that are not complying 
with diversity and inclusion guidelines. The Ontario Securities Commission “comply or explain” rule was the start, 
now we need to move forward. Shareholders need to get more involved and make sure companies are behaving in 
the most socially responsible manner – not just in diversity and inclusion but with environmental, social, governance 
goals and indeed the 17 United Nations’ Sustainable Development Goals, which aim to create, by 2030, a “world free 
of poverty, hunger, disease and want, where all life can thrive”.

Change will not come easily. But when we accept responsibility and acknowledge the environment in which we 
stand, we take the first step in the dance.

Justin Granger: That’s a beautiful statement. Thank you, Anna, for sitting down with me and discussing the 
topic for which you feel so passionate.

2. 

Podcast Launch
Commitment and responsibility
achieved by women in mining.

Audio Interview with Veronica Valderrama
– by Lucero de La Puente
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“The only way to progress
  is by educating ourselves.”

I am fortunate to have been born into a miner’s family. I am the third generation in the mining 
sector and our children, who have already joined the business, are the fourth generation. For 
me, mining was always a part of my life. We enjoyed school holidays by accompanying our 
parents to the mining campsites and enjoyed it a lot: interacted with other families of engineers 
and those of workers in a very natural way. If anything my father made us notice, it was how 
lucky we were, that unlike the other children, we had “shoes to fill” and the responsibility and 
the fortune to study, and one day give back all the good that life had given us. This and other 
life lessons influenced our love of mining and for our wonderful country and its people. While 
my friends were traveling to Miami and Europe, we went to the mines at more than 4,000 
meters above sea level, and we were happy.

We are 8 siblings, 5 women and 3 men, my father who can be considered a ‘sexist’ (what was 
considered “normal” at the time) was certainly a very intelligent man. He not only raised his 
sons, but also his daughters. He gave us all the opportunity to choose where, what, and up 
to what level of education we wanted to get. He always instilled in us that the only way to 
progress is by educating ourselves.

In my case, I studied Business Administration at the University of Lima between 1968 and 1972. 
At that time there were only about 1,000 students in that university, of whom about 30 were 
women. A wonderful time in my life. After working two years in the Manufacture of Juices 
Selva I went to France to take my MBA at INSEAD. That year, out of the 240 students, only 13 
were women. My parents went to my graduation in Holland and as soon as we returned to 
Lima, I went to work at SIMSA in finance. Very quickly I discovered the urgent need to improve 
the business side of the company, and it was there that I stayed most of my professional life.

Although my brothers studied mining-related technical careers, in the end, it was the 
women who stayed in the family mining business, continuing the legacy left to us by our 
father.

The truth is, I never felt discriminated against for being a woman, and I never felt less or 
more because I was a woman. I was lucky enough to enter work directly at a management 
assistant level of Business and Finance at SIMSA and then move on to Business Management, 
where I was able to support myself for many years. I joined the boards of both family mining 
companies in 2001, and then from 2011, when my father died, I took over the chairmanship 
of the company’s board. Mining is not a business for just anyone. It is a business for those 
passionate about the sector. Without this passion, we could not overcome the great and 
recurring difficulties inherent in this activity. The mine we have operated for 50 years, 
is unique in Peru: it produces a single metal: Zinc. It is located in the Central Jungle, a 
Mississippi Valley-type deposit, which is large deposits by comparison worldwide. We have 
extracted around 27 million tons of zinc with an average low of 9%. It is the only deposit of 
its kind explored in our country. I really enjoy joining the SIMSA team, here we all feel “as a 
family”.

I have four wonderful children, all men and all aware of women’s contributions at all levels 
and in any walk of life.  Two of my sons work at SIMSA, one is a geologist and the other 
studied business and aims to make our mine one of “Circular Economy”. This is the other 
type of inclusion that is needed in companies: the inclusion of young people for their 
valuable contribution. They value and promote the incorporation of women in all areas of 
the company. They are real “He for She” and with this, I have been able to show that mothers 
are the ones who form sexist or non-sexist children. I am certain that a man who values 
women, in any relationship, has a better chance of being a happy and complete human 
being.

-by Isabel Arias
Chairman of the Board of Directors at Cia. Minera San Ignacio de Morococha SAA, Peru

International Women’s Day
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What worries me?

The informality that kills and destroys our country and our planet: illegal logging, extraction 
(because they do not deserve to be called miners) and the illegal processing of minerals, 
among other dangerous activities that are carried out unchecked and delinquent with 
impunity.

What makes me optimistic?

If there’s one thing that excites me, it’s to talk to our young Peruvians. One can assume that 
I’m closer to the young people linked to mining and that’s the way it is. It is these young 
people who excite me and give me the certainty that our mining will be in good hands and 
will be sustainable. I have two favorite groups of young students: all of them passionate 
about mining and convinced that, without formal and responsible mining, our country will 
not be able to develop: The Mining Amautas and the Rock Women. In the two groups, 
young women students are very actively engaged, women who have dreams that include 
others, solidarity dreams that are what we need to find peace and lasting well-being.

GLOBE24-7.COM |  administration@globe24-7.com

DONATION

5% of gross revenue from each report is donated to one of Globe’s charities.

Human Resource Consulting in the Global Mining Industry since 2003

2020 EXPATRIATES IN THE  
AFRICAN MINING INDUSTRY 
Remuneration, Benefits and HR Practices Benchmarking

QUESTIONAIRE DISTRIBUTED

REPORT RELEASED

DEBRIEF

DEBRIEF

01
SEPT

22
SEPT

ALL QUESTIONAIRES RETURNED

02
NOV

09
NOV

12
DEC

SCHEDULE 
Subscription for Participating Companies

REPORT COSTS

(Full Report + 3 x Comparison Analysis Charts 
+ 1 Year Access to Globe Client Portal)

$3495 USD

applies to companies with less  
than 10 expatriate employees

25% DISCOUNT

EXPATRIATE SALARY TABLES BY LEVEL  
& POINT OF HIRE

BENCHMARK EMPLOYMENT BENEFITS  
INCLUDING INCENTIVES, BONUS, ALLOWANCES

BENCHMARK EMPLOYMENT CONDITIONS  
FOR BOTH FIFO AND RESIDENTIAL STATUS

BENCHMARK HR PRACTICES

Join us in the next african expatriate remuneration  
and benefits benchmarking exercise and receive a  
40+ page comprehensive and fully detailed report including: 

ALSO INCLUDES
3 sets of Comparison Analysis Charts showing how your 
expatriates compare to industry peers for base salary, fixed 
remuneration and total compensation, by level

Year Round access to online Globe Client Portal with 
downloadable remuneration tables and company 
comparison charts

Report debrief with Principal and Lead Consultant

PREVIOUS PARTICIPANTS

South African Team
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– by Daniela Campos

In Focus

Branch Manager LATAM - Rio De Janeiro, Brazil

March is a special month for women, an opportunity to reinforce the importance of diversity 
and inclusion in all industries and especially in mining. Gender inequality still exists but we 
can see some improvements in this male-dominated industry. 

The proportion of women employed at mining companies sits at around 15.7%, up only 1% in 
the past five years – and the numbers are lower at the management level. Only 1 in 20 global 
firms have women in leadership positions.

However, we perceive in our interactions, a commitment from local government leaders, and 
also from board members of some mining companies, tot a better balance.

In Canada for example, as of January 1, 2020, all regulated publicly traded companies under 
the Canadian Commercial Corporations Act (CBCA) must provide shareholders details on the 
corporate diversity policies of companies, targeting board and senior management level.

In the last couple of years, we have being able to witness a timid growth, both in the interest 
of female candidates for our positions, and in clients’ interest in having women in short-lists 
for different positions, including those less traditional, for example those including high 
technical expertise. Some clients that are also considering a mentoring process for positions 
where women haven’t been traditionally represented before.

Recently in Latin America, we shortlisted a female candidate for a General Project Manager 
position. We got a strong and positive reaction from our client, that only encourages us to put 
more effort, on our side, to look for and find the right female candidates.

While we see improvement in the recruitment and training of women, it is important to 
emphasize that much still needs to be done, and sometimes it depends on decision-makers’ 
mindsets to change. The implementation of audits to identify barriers and opportunity to a 
better balanced workforce, to ensure all employees are fairly treated, and that issues such 
as work-life balance,  equal pay for equal work, coaching, and mentorship, family-friendly 
policies among others are considered and tackled, is a good first step in order to achieve 
medium-term results.

By guaranteeing diversity and inclusion, the companies win in all areas: market recognition, 
attractivity, and productivity. 

One step at the time, persevering, displaying our strengths and capability: we’ll conquer our 
space in the global mining sector.

A new mindset regarding
women in mining: first signs
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– by Paloma Ortiz-Lopez

In The Spotlight

Branch Manager EMEA - Manchester, UK

What is your role at Globe 24-7?

I am the Branch Manager for the Europe, Middle East and Africa region.

How did you first learn about Globe 24-7?

I worked for several recruitment firms in the mining industry before Globe. A few of my 
prospects in the industry were telling me they were working with a company called Globe 
24-7, that was providing them with many different solutions apart from recruitment the rest 
of the competitors were offering. After hearing that story on several occasions, I thought that 
this was the company I wanted to join; a company that was a specialist and a true partner 
that takes care of the challenges its clients are facing in the HR area.

How has Globe 24-7 helped you in your career development?

My experience in the mining industry was on the recruitment side of the business, therefore 
I had a solid understanding of that part of the business. By joining Globe, I have gained 
knowledge and understanding of the many other aspects covered by what is called ‘HR’. I’ve 
had the opportunity to participate in very challenging but rewarding projects at a professional 
and personal level. At Globe we also insist on having face to face with our partners, on 
understanding their environment, on visiting sites. That approach has given me the chance 
to travel around the world, to visit some of the mining sites that we support. Almost everyone 
at Globe has visited a mine site in the past – some of us are or have been working on site - and 
that is something not many other companies do.

Globe is a very multicultural company, we are truly global, with exposure to people with 
different background and experience, working in many different countries and that speak 
different languages. This diversity and inclusion has had a great impact on my career and 
personal development. 

What drew you to Globe 24-7 originally? And how has Globe 24-7 changed since?

Globe 24-7 is a leading company when it comes to HR in the mining industry. I wanted to be 
part of that, and I believe working together, proposing integrated solutions, we have a very 
positive impact on the organisations we collaborate with.

If you could pick one theme for Globe 24-7 to turn into a book about the company, what 
would it be?

Adventures. At Globe, we are thrilled when we start a new journey, embark on new projects 
that represent a challenge. We are then thrilled when deliver results and impact positively 
the organisation we support. The more challenging the project, the bigger the reward!

An insight into
Globe 24-7’s experience
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– by Alain Pfammatter

In Review

Manager, Global HR Consulting

The increase in diversity encounter affects all companies, even domestic ones due to 
globalisation and movement of labour. For Herrera et al. (2011, p.2630) “the composition 
of the workforce is more demographically diverse than ever before”, and this trend will 
continue.

One of the positive aspects is that, according to Wessendorf (2013), the more people are 
‘confronted’ to diversity, greater the chances that they won’t develop prejudice. While high 
exposure to diversity might not create deep cultural understanding, it tends to become part 
of normal life and from there on, attitude towards diversity tends to be positive. Valentine 
and Sadgrove (2014) support this view and confirm that attitudes can change through 
exposure to different values and ways of living them.

All is good then, not much to do?

Not quite, unfortunately. We see it everyday: where there are differences there are tensions, 
sometimes high intensity conflicts. Low intensity conflicts are not always immediately 
visible and can result in lower level of productivity, absenteeism, low morale, etc. This is 
why the more diverse a company, the more attentive management should be to work 
practices. Outside robust grievance mechanismsand conflict resolution processes, some 
more proactive measures should be taken.

A clear position and communication around diversity is definitively one: “attitudes towards 
diversity are shaped by a public discourse that positively celebrates diversity” (Wessendorf, 
2013, p.409). This is often considered to be the most important factor in successfully 
managing diversity (Herrera et al., 2011).

However, by itself, it is far from being sufficient to change behaviours (Wilson, 2013).

The company must also multiply the occasions of face-to-face interactions between the 
different groups, around work tasks but also around celebrations and other opportunities 
to involve emotions.

Training in cultural awareness and emotional intelligence (Kamps and Engelbrecht, 2011) will 
contribute in creating positive and productive attitude towards diversity in the workplace. 
Proper training will help employees understand the differences that occur between 
different groups while also discussing the various myths that may be associated. By getting 
these issues out in the open, employees can better appreciate the cultural differences of 
co-workers while reducing preconceived stereotypes or prejudices.

We would love to hear what actions you would recommend to manage a diverse
workforce!

Herrera, R., Duncan, P. A., Green, M., Ree, M. and Skaggs, S. L. (2011) ‘The relationship between
 attitudes toward diversity management in the Southwest USA and the GLOBE study cultural
 preferences’, International Journal of Human Resource Management, 22 (12), pp.2629-46.

Kamps, J. M. and Engelbrecht, A. S. (2011) ‘The influence of emotional intelligence on diversity
 complexity cognition and the attitude towards diversity’, South African Journal of Business
 Management, 42 (3), pp.37-48.

Valentine, G. and Sadgrove, J. (2014) ‘Biographical Narratives of Encounter: The Significance of Mobility
 and Emplacement in Shaping Attitudes towards Difference’ EBSCO. 51 (9), ID:
 000337598100012. pp.1979-94.
Wessendorf, S. (2013) ‘Commonplace diversity and the ‘ethos of mixing’: perceptions of difference in a
 London neighbourhood’, Identities, 20 (4), pp.407-22.

Wilson, H. F. (2013) ‘Learning to think differently: Diversity training and the ‘good encounter’’,
 Geoforum, 45 (0), pp.73-82.

Diversity in the workplace,
business as usual?
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Free HR Consultants Report

Contact us for your free 24 page report on HR trends in the global mining industry.
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